
 

 
 
Date: September 15, 2020 

To: All Employment and Assistance Workers (EAW) 

Re: EAW Classification Appeal Update 
  
 

Frequently asked questions about the EAW appeal and process issues 
 
What will the Public Service Agency (PSA) consider when evaluating the EAW job? 
As with every appeal, the evaluation will be an objective assessment of assigned work based on the current job 
profile, though with an emphasis on information gathered from the worksite visits and work example 
information provided by EAWs from around the province. All BCGEU public service bargaining unit jobs are 
measured using the Public Service Job Evaluation Plan (the Plan) which includes benchmark jobs as an integral 
part of the Plan.  
 
What will the appeal not take into account? 
The Plan does not rate the performance of any individual. It does not measure volume of work or workload. It 
does not compare to non-benchmark jobs i.e. there will be no comparisons to jobs in the market, or to other 
jobs in government or elsewhere. It is not directly about compensation, although there is a link. See below for 
further information about these issues.  
 
How does the Plan work? 
The employer/PSA and union negotiated the Plan in the 1990s, based on pay equity considerations. It uses a 
combination of thirteen factors measured at various degree levels, as well as negotiated benchmark jobs that 
take into account a job's required skills, responsibilities, working conditions and effort. Some factors (especially 
job knowledge, mental demands and work assignments) receive more points than others, and can play a large 
role in determining a job's overall grid level. It is the total points for all thirteen factors that determine the job's 
grid level. 
 
Many commonly used words, such as "manage", "research", “audit”, or "investigate", have specific, defined 
meanings as set out in the Plan's glossary. As both parties extensively negotiated all details and aspects of the 
Plan, including its benchmarks and glossary, current job evaluators must accept and apply these as correct, and 
cannot alter Plan language or rules of application.  Arbitration decisions, Costa as well as others, have also 
further defined Plan language and application and must be followed.  
 
Impact of hierarchy 
The Plan was built, and is intended, to ensure internal equity across approximately 27,000 or so included jobs 
across government, and thus its measurement structure takes into account the government's internal 
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organizational hierarchy. This is why supervisors, or those that lead or direct others, are rated higher in several 
factors than those being supervised, led or directed, and why jobs with broader scope and responsibility are 
rated more highly than others. There are also rules of application and relationships between factors that may 
determine ratings in certain circumstances. 
 
What are benchmark jobs? 
Over 400 benchmark jobs were negotiated, and are considered to be part of the Plan, including four original 
Financial Assistance Worker (FAW) jobs:  

58/129/130/131    Financial Assistance Worker (15)  

Each benchmark includes a job description (noting the primary purpose of the position), organization chart and 
reasons for classification tied to each of the thirteen factor definitions. Whenever a job is evaluated, each of the 
thirteen factors is independently assessed against various benchmark jobs, with similarities and differences in 
the work and organizational structure taken into account.  
 
For every factor, EAW work will be analyzed and rated as being similar to various other benchmark jobs. As a 
test of objectivity, the work will also be compared to various benchmark jobs that will be considered as either 
stronger than, or weaker than, the EAW job. In order to be consistent with the Plan's values, raters focus on 
benchmark jobs with duties most similar (and therefore most relevant) to the work being evaluated. 
 
Are benchmarks outdated? 
The parties negotiated the original benchmark jobs in the 1990s based on real jobs at the time in the public 
service. Although many "real" jobs have changed over time, including the former working FAW job which has 
evolved to become the EAW, the fundamental basis for their relationship to the Plan and accountabilities 
remain the same or similar. As a result, those trained in job evaluation consider them accurate for comparison 
purposes to current jobs. The parties also negotiate and update benchmark job descriptions and their ratings, as 
well as Plan language from time to time, when necessary. The FAW benchmark review was canceled in 
bargaining in 2018, and we are proceeding with this appeal instead. 
 
Testing for FAW and EAW relativities 
Looking at the whole EAW job (not just streams), the current EAW appeal evaluation will take into account the 
extent to which, for each Plan factor, EAW work as a whole remains comparable to, or different from, the 
original FAW and to any other benchmark job(s). There is no pre-determined outcome, and it is possible for 
some factor ratings to remain the same as the original FAW benchmark or Costa ratings, or for some factor 
ratings to increase or decrease. The actual reasons for classification for any of the factors may also change to 
reflect changes in the work since 2007 (discussed below under Costa).  
 
Typical duties and the highest level of work 
In each of the thirteen factors, raters give credit for the highest level required to perform the typical duties of 
the job. These are defined as "those duties which are performed at least 20% of the time, or are performed on a 
less frequent basis but are an integral and inherent part of the job (i.e., the job cannot be successfully carried 
out without the performance of these duties." For example, a firefighter may fight fires less than 20% of the 
time, but that function is so integral to the job that it will receive the highest level of credit in factor 13, hazards, 
for fighting building structure fires regardless of the actual time spent performing that function. Firefighters also 
perform other responsibilities that draw upon their training, but that do not involve actually fighting fires.  
 
Job profiles versus job descriptions 
The employer maintains its rights under the collective agreement to assign, describe and organize the work, as 
well as to set hiring requirements, and therefore the union has no say in any of these issues.  As part of this, the 
employer has moved to job profiles as opposed to job descriptions as a means of describing work. A job profile 

https://d3n8a8pro7vhmx.cloudfront.net/bcgeu/pages/1082/attachments/original/1579625865/2_FAW_BMs.pdf?1579625865
https://d3n8a8pro7vhmx.cloudfront.net/bcgeu/pages/1082/attachments/original/1579625865/2_FAW_BMs.pdf?1579625865


 

 

 

 

 

is a generic summary of assigned work, as compared to a job description setting out specific detailed job duties. 
All job evaluations, including for EAWs, require analysis and evaluation of actual work being performed, using 
work examples. This was the purpose of the worksite observations and collection of written work examples.  
 
Comparisons to other jobs 
All job evaluations must compare only to the jointly negotiated benchmark jobs tied to the Plan. Other jobs, 
whether in the B.C. market or other provinces cannot be used. Other jobs in government, including job store 
profiles, postings or seemingly related jobs, such as the Community Outreach Worker, also cannot be used for 
comparison: this is because none of these have been subject to the same level of detailed scrutiny in relation to 
the Plan language and overall structure as the negotiated benchmark jobs. 
 
Costa decision  
This is considered to be a precedent, as a final and binding decision for the EAW ratings as of February 2007. We 
cannot revisit this decision, and it must be accepted as correct for all factors. This includes those the 
classification referee (Arbitrator) ruled on (factors 5, 6, 10 and 11) and all other factors the union did not 
dispute, and which therefore were considered, at the time, to have been accepted as accurate. 
 
Significant changes in EAW work 
The test for whether any EAW rating may change will be the extent to which work example evidence can 
demonstrate that the work, or aspect of work being measured, has significantly or materially changed since the 
Costa precedent in February 2007. We cannot go back in time to compare to earlier versions of FAW/EAW job 
descriptions, including when the benchmarks were originally negotiated. The focus will be on evaluating the 
EAWs' work since 2007, with an emphasis on current work. 
 
Compensation versus classification 
Note that these are different issues. Compensation is determined only through collective bargaining between 
the parties, with rates bargained and tied to grid levels. Classification determines the grid levels, but only 
through the objective job evaluation process to measure jobs against the Plan and its benchmarks. The EAW 
appeal deals only with classification issues.  
 
Job families 
The parties grouped benchmark jobs into job families with other jobs that have a similar focus. The EAW job falls 
within the Community Program Officer (FAW) job family, defined as: Responsible for establishing the eligibility 
of applicants/clients for income support programs and services and promoting self-reliance and independence 
from social assistance. The appeal will not deal with changing the job family. 
 
Retroactive pay  
Under the collective agreement, a successful appeal will result in retroactive pay back to the Part 2 date that, for 
the EAWs, was October 17, 2011. It will apply to anyone who has occupied the position since that date, for the 
time they were in the position. This includes those who may have retired and/or moved to a different positon or 
job outside of government. This will apply only if the appeal is successful. 
 
EAWs who have retired or moved to other positions 
It is important to keep the union up to date with your current contact information, particularly your personal 
email address which we will use to contact you should you leave the EAW position.  
 
Appeal process and next steps 
After March 2, 2020, the PSA will begin its work to evaluate the EAW job. As mentioned above, the usual 60 day 
timeline will likely be extended, quite possibly into the summer, given the extensive information to be reviewed 
and taken into consideration. The union will send out the PSA's response when we receive it, and will outline 



 

 

 

 

 

next steps at that time, depending on the outcome. Note that deadline extensions requested by either the PSA 
or union will not affect the effective date for retroactive pay which remains fixed at the appeal's Part 2 date of 
October 17, 2011.  
 
Further information and updates 
Updates will be posted in the EAW information section on the Component 6 Resources webpage. There you can 
now also find the Costa decision. 
 
Note: all communications about the appeal, including about updating your contact information, should now 
be directed to: ClassificationAppeals.EAW@bcgeu.ca  
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